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Abstract
Job characteristics are considered a contributing factor for the retention of employees at work, but 
the mechanism behind this relationship remains unclear. The current study aimed to analyse work 
fulfilment as mediators and age among Generation Y (Gen Y) as moderators of the relationship between 
task and knowledge characteristics and employee retention based on self-determination theory (SDT). 
Data were collected from 153 Gen Y employees in Klang Valley, Malaysia and analysed using partial 
least squares (PLS). The results supported the predicted mediating role of work fulfilment with gender 
and educational level as control variables. Various ages among Gen Y have no differences within the 
studied relationships. Implications, limitations of these findings and directions for future research are 
further discussed to improve the retention of employees in the workplace.
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Introduction
Generation Y (Gen Y), those born between 1977 and 2000, is slowly replacing the baby boomers and 
Generation X (Gen X) in the workplace. In Malaysia, for example, Gen Y employees currently comprise 
over half of the total labour force in the country (Department of Statistics Malaysia, 2015). Gen Y also 
has the shortest employment tenure, an average of 18 months, compared to the baby boomers and Gen 
X in the Asia-Pacific region (Queiri, Yusoff, & Dwaikat, 2014). Gen Y employees reportedly expect 
employers to provide more and are more likely to leave a company if their needs and demands are not 
met (Dries, Pepermans, & De Kerpel, 2008; Gursoy, Maier, & Chi, 2008). As such, employee turnover 
is an issue in Asian countries (Chan & Dar, 2014) and Malaysia, with an employee turnover rate of 
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15.9 per cent, is ranked sixth for highest employee turnover rate in the Asia-Pacific region (Mohamad 
Nashuki, Othman, & Ghazali, 2014).
Losing talented employees due to turnover affects a company’s operation, as a recent study by 
Rahman et al. (2015) showed that a high employee turnover rate leads to a loss of knowledge and skills 
which eventually affects productivity, quality and profitability. With more talented employees leaving, 
new or inexperienced employees have to be hired to replace the former. Poor employee performance as 
a result of inexperience would also affect a company’s efficiency. As mentioned previously, Gen Y 
currently populates the workplace and employees from this generation are prone to leave if their needs 
and demands are not satisfied. Hence, it is important to create recruitment and retention strategies that 
would match the work values of Gen Y in order to lower employee turnover rate.
Past studies have focused mainly on the factors for achieving job satisfaction, which includes salary, 
working hours, job promotion, job performance, rewards and penalties as well as skills and capabilities 
(Lambert, Hogan, & Barton, 2001). However, a research gap exists as not many have looked into need 
fulfilment at work, which could be another factor influencing job satisfaction. A study by Freed (2003) 
investigated need fulfilment, in the form of work fulfilment, as a mediator of job satisfaction but did not 
clearly distinguish the factors that affect work fulfilment. Moreover, some researchers have concentrated 
on need fulfilment in the context of employer–employee relationships instead. For instance, a study by 
Liu, Hui, Lee, and Chen (2012) focused on the employer–employee psychological contract of fulfilment. 
The aforementioned studies helped us understand better about need fulfilment at the workplace but the 
ways in which need fulfilment, particularly work fulfilment, influences job characteristics and job 
behaviour remain unclear.
In this study, we defined job characteristics in terms of employees’ task and knowledge characteristics 
at the workplace. Both task and knowledge characteristics are recognized as a form of job enrichment 
that facilitates high internal work motivation (Hackman & Oldham, 1980) and indirectly affect employ-
ees’ loyalty to a company (Niehoff, Moorman, Blakely, & Fuller, 2001). Job behaviour examined in this 
study is employee retention, which is measured in the form of turnover intention. We proposed work 
fulfilment, when needs and demands expected from work are satisfied, to be a mediator in the relation-
ship between the job characteristics and the job behaviour examined in this study. When expected needs 
and demands at work are met, task and knowledge characteristics may influence employees’ intention to 
quit which would have an impact on employee turnover rate in a company.
We examined the job characteristics–employee retention relationship as mediated by work fulfilment 
based on the framework of self-determination theory (SDT). SDT suggests that autonomous motivation, 
which could be a result of work fulfilment, comprises intrinsic motivation and internalized extrinsic 
motivation (Deci & Ryan, 2011). A combination of intrinsic and internalized motivation influences turn-
over intention. For example, if employees find their work-related needs satisfied, they are more likely to 
be self-motivated to work better and hence, less inclined to leave their workplace. Prior research on 
employee retention has been limited in the sense that it mostly examined the influence of organizational 
mission (Moncarz, Zhao, & Kay, 2009), leadership (Chang, Wang, & Huang, 2013) and human resource 
(HR) practices (Paré & Tremblay, 2007) on turnover intention. The current study could potentially shed 
new light on the process underlying the job characteristics–employee retention relationship as we 
addressed the limitation of past studies by examining the role of work fulfilment as a mediator. Besides, 
we posited that age differences within Gen Y could be a moderating variable of our proposed model as 
researchers found more variation among members within a generation than there is between generations 
(Macky, Gardner, & Forsyth, 2008). However, the majority of researchers studied the generational 
differences in terms of psychological traits (Twenge & Campbell, 2008), career success (Dries et al., 
2008) and work values (Gursoy et al., 2008), but all these studies were made in the comparison between 
generational.
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This study was an important one to conduct for several reasons. First, we integrated SDT in our study 
of the job characteristics–employee retention relationship, which could provide a clearer explanation on 
how job characteristics influence effective employee behaviour (i.e., reduced turnover intention). 
Second, we addressed the research gap pertaining to need fulfilment by incorporating work fulfilment as 
a mediator in the job characteristics–employee retention relationship. Work is an important basis of life 
(Zika & Chamberlain, 1992), and it is through work that intrinsic motivation, which could be a form of 
job characteristics such as autonomy and competence, is satisfied (Celik, 2011). Employees are expected 
to experience work fulfilment when they perceive that their intrinsic motivation has been met 
(Celik, 2011). Third, we expanded the literature on job characteristics as we focused primarily on the 
influence of task and knowledge characteristics in a workplace, both of which are also a form of job 
enrichment. We used both formative and reflective models in our structural equation modelling. Using 
both models make stronger causality inferences as the first order were treated as formative constructs, 
while the factors of the second order were regarded as part of the reflective model. Fourth, turnover 
among Gen Y employees is a current issue faced by companies, particularly those in the Asia-Pacific 
region (Queiri et al., 2014), and our study could shed more light on this issue. Prior research had 
approached the job characteristics–employee retention relationship in contexts different from an Asian 
one; according to Katou and Budhwar (2012), context is an important factor to consider. Hence, our 
study examined the job characteristics–employee retention relationship specifically among Gen Y 
employees in an Asian context. In general, our findings could broaden our understanding of how exactly 
job characteristics influence turnover intention through work fulfilment, which could provide implica-
tions for handling employee turnover among Gen Y employees.
The first section of this article begins with the review of literature about job characteristics, employee 
retention, work fulfilment and Gen Y. We describe how work fulfilment mediates and age differences 
moderate between these variables. The second section presents the methodology used to test our 
proposed research model while the third section presents the results of our analyses. A discussion on 
these results is then presented in the fourth section. Finally, implications, limitations and suggestions for 
future research are presented in the last section.
Review of Literature
Job Characteristics and Employee Retention
Past studies found that job characteristics such as the authority to make decisions, autonomy, utilization 
of skills and conflict between role and work pressure affect work outcomes (Humphrey, Nahrgang, & 
Morgeson, 2007). The current study examined job characteristics in terms of task and knowledge 
characteristics, which are also a form of job enrichment. Task characteristics, which consist of five core 
dimensions, namely, autonomy, task variety, task significance, task identity and task feedback, are the most 
frequently investigated type of job characteristics (Morgeson & Humphrey, 2006). Knowledge charac-
teristics are described as the knowledge, skill and ability that employees have in order to perform their 
jobs. Knowledge characteristics consist of job complexity, information processing, problem-solving, 
skill variety and specialization. Both characteristics can be treated either independent or integrated. Jobs 
can be designed or redesigned to enhance task demand, knowledge demand or a combination of the two 
as mentioned by Campion and McClelland (1993). Many studies (e.g., Garg & Rastogi, 2006; Thomas, 
Buboltz, & Winkelspecht, 2004) combined both characteristics of a job to determine work outcomes. 
For instance, several researchers have proposed that job design such as job characteristics has varying 
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impacts on employees’ job satisfaction levels (Crede, Chernyshenko, Stark, Dalal, & Bashshur, 2007; 
DeVaro, Li, & Brookshire, 2007). Furthermore, a study by Thomas et al. (2004) measured the task 
characteristics only and found the four dimensions of task characteristics—autonomy, task variety, task 
identity and task feedback—influence job satisfaction. The first objective of our study is to determine 
whether perceived task and knowledge characteristics in work among Gen Y employees significantly 
influence employee retention.
Work Fulfilment as a Mediator between Job Characteristics and Employee Retention
Past research on the relationship between job characteristics and job behaviour had resulted in inconsist-
ent findings. The effects of specific job characteristics on actual work behaviour, such as turnover, 
absenteeism and work effectiveness, have not been supported by a considerable number of studies 
(Hosie, Jayashree, Tchantchane, & Lee, 2013) while the research focus on employee engagement is rela-
tively new (Gupta & Sharma, 2016). DeVaro’s et al. (2007) re-examination of job characteristics in 
contemporary organizational contexts found no significant impact of contextual variables on employees’ 
job satisfaction. Furthermore, a mediator was deemed an important variable as cognitive social capital 
was found to have mediated the relationship between autonomy and job satisfaction of Japanese and 
American workers (Yamaguchi, 2013). These mixed results indicated that more research is required to 
test the applicability of job characteristics along with careful consideration of contextual factors, particu-
larly in contemporary organizations. There is also some merit in proposing an extended framework, with 
careful consideration of mediating factors, and the applicability of that framework in different contexts 
to establish the validity of job characteristics in relation to work-related outcomes such as turnover.
Some studies have used job satisfaction, work exhaustion (McKnight, Phillips, & Hardgrave, 2009), 
work–family facilitation and family satisfaction (Mustapha, Ahmad, Uli, & Iis, 2010) as mediators in 
measuring the relationship between job characteristics and work outcomes. These studies, however, have 
only focused on the job satisfaction level of employees without specifying Gen Y employees. Jusoh, 
Simun and Chong (2011) found that differences exist between what Gen Y employees expect to experi-
ence and what they actually experience in the workplace. This implies that the culture in most companies 
caters to the expectations of older generations and not those of Gen Y. It also indicates that the charac-
teristics of Gen Y employees are distinct from those of older generations and hence, managing Gen Y 
employees using old methods may no longer be as effective. Lee, Hung and Ling (2012) concurred that 
Gen Y employees want jobs that fulfil extrinsic rewards and are also amenable to suit their materialistic 
and sophisticated lifestyle (Goh, 2012).
A recent study by Randstad UK (2014) found that Britain has a professional fulfilment issue whereby 
nearly 10 million employees declared dissatisfaction with their employers. Of the 29.84 million employ-
ees in the United Kingdom, 9.85 million of them were dissatisfied with their jobs. According to Lawler’s 
theory of fulfilment, employees are happy only when their demands, wishes and needs are completely 
satisfied (Celik, 2011). This means that employees’ perceived job enrichment in the form of task and 
knowledge characteristics could lead to work fulfilment and employees who feel fulfilled can positively 
impact turnover.
The idea that work fulfilment would lead to a positive impact is in line with SDT, which explains the 
emergence of autonomous motivation when employees internalize an activity’s value into their sense of 
self. In other words, employees act from intrinsic motivation and internalized extrinsic motivation. 
For instance, when employees perceive that their task includes the freedom to make decisions 
(i.e., intrinsic motivation) and that this freedom fulfils their external goals and values (i.e., internalized 
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extrinsic motivation), they become autonomously motivated and display more positive work-related 
attitudes (Gagné & Deci, 2005). Thus, our second objective is to examine the mediating effect of work 
fulfilment between job characteristics (task and knowledge characteristics) and employee retention.
Generation Y
Gen Y has been defined in different ways, with Levenson (2010) describing Gen Y as comprising 
individuals born in the 1980s and 1990s whereas Thach and Olsen (2006) and Pickering and Cullen 
(2008) identified Gen Y as comprising those born between 1977 and 2000. To avoid confusion, this 
study defined Gen Y as individuals born between 1977 and 2000. In the workplace, Suleman and Nelson 
(2011) described Gen Y as providing competitive advantages to companies because Gen Y employees 
are highly educated, well-versed in technology, innovative and confident. On the other hand, Gen Y 
employees have also been found challenging to deal with as they not only demand clear instruction and 
instant feedback (Saxena & Jain, 2012) but also has a short-term focus and low loyalty to companies 
(Petroulas, Brown, & Sundin, 2010). Only a few studies have acknowledged generational differences in 
their research (Costanza, Badger, Fraser, Severt, & Gade, 2012; Giancola, 2006; Parry & Urwin, 2010). 
According to Sackett (2002), using generational differences for explanatory concepts may not be valid 
unless events and experiences causing cohort differences are clearly specified. As such, our study empha-
sized only on Gen Y instead of comparing Gen Y to other generations as Gen Y employees comprise 
more than half of the total labour force in Malaysia (Department of Statistics Malaysia, 2015). There is 
also a need to further examine the issue of employee turnover among Gen Y employees.
Age differences have been found to impact work-related variables. For instance, older and younger 
employees reportedly exhibit differences in physical ability (Maertens, Putter, Chen, Diehl, & Huang, 
2012), motivation (e.g., Kooij, De Lange, Jansen, Kanfer, & Dikkers, 2011), job satisfaction (Ng & 
Feldman, 2010) and personality characteristics (Twenge, Konrath, Foster, Campbell, & Bushman, 2008) 
in the workplace. Therefore, we expected differences to also exist between those born earlier and those 
born later within the Gen Y cohort. Measuring age differences within the Gen Y cohort in terms of job 
characteristics, work fulfilment and their effect on employee retention would be more enlightening than 
using an unclear description of generational stereotypes to understand age differences at work (Cadiz, 
Truxillo, & Fraccaroli, 2015). Hence, by distinguishing age in terms of those born in earlier years and 
those born in later years, our third objective is to study whether age difference (earlier or later) in Gen Y 
employees has a significant categorical moderating effect on the relationships among the variables in the 
research model.
Methodology
Participants
Participants were recruited from Klang Valley, Malaysia as this area is home to about 7.2 million people 
and is the second most competitive location for a global city in South East Asia (The Star, 2013). A total 
of 300 questionnaires were distributed manually and online to Gen Y employees from small- and 
medium-sized enterprises (SME) but only 153 completed and usable questionnaires (51%) were returned. 
To explore the moderating effect of age, we categorized 73 respondents born between 1977 and 1989 
as Earlier Gen Y and 80 respondents born between 1990 and 2000 as Later Gen Y. Majority of the 
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respondents were below 26 (52.3%) and were categorized as Later Gen Y while 47.7 per cent of the 
respondents were in Earlier Gen Y. There are 79 males (51.6%) and 74 females (58.4%) respondents. As 
for education level, the majority of the respondents were degree holders (34%), followed by diploma 
holders (26.8%). Respondents at the pre-universities level and master degree level were at a composition 
of 13.7 per cent and 10.5 per cent, respectively. The remaining respondents were at secondary certificate 
level and professional courses which composed only 6.5 per cent and 8.5 per cent, respectively.
Measures
The questionnaire sent to participants comprises measures on task and knowledge characteristics, work 
fulfilment and employee retention. For task and knowledge characteristics, the measures were adapted 
from Morgeson and Humphrey (2006) while the measure for work fulfilment was adapted from Twenge 
and King (2005). Employee retention, which is the dependent variable, is defined in terms of the partici-
pants’ intention to quit the company. The measure for employee retention was adapted from Sánchez-
Manjavacas, Saorín-Iborra and Willoughby (2014). All items in the measures were rated on 5-point 
Likert scales, ranging from 1 (strongly disagree) to 5 (strongly agree).
A pilot study was conducted to validate the items in the measures of task, knowledge characteristics 
and work fulfilment. Cronbach’s alpha values of more than 0.76 were reported for all items and hence, 
these items were retained in the questionnaire. In analysing the proposed relationships among the 
variables, the study aligned itself with past studies by controlling for participants’ gender (e.g., Lyness & 
Judiesch, 2001; Ostroff & Atwater, 2003) and educational level (Rambur, McIntosh, Palumbo, & Reinier, 
2005).
Analysis
Partial least squares (PLS) analysis was used to evaluate the research model due to our obtained modest 
sample size. PLS is also the appropriate tool to test for formative factor models. First, we checked the 
outer model loadings and eliminated two items because the loadings were less than the recommended 
value of 0.50 (Hair, Black, Babin, & Anderson, 2010). Subsequently, we checked the internal composite 
reliability (ICR) of all constructs and found the values to be between 0.71 and 0.95. The average variance 
extracted (AVE) for all constructs were between 0.62 and 0.91. Therefore, convergent validity was 
achieved as all values of ICR and AVE as shown in Table 1 were above the recommended value points 
of 0.70 and 0.50, respectively. To check for discriminant validity, we measured the square root of the 
AVEs for each construct and found that they were greater than the correlations between constructs. This 
indicated that each construct is different from one another within the model. Table 1 shows that the 
square roots of the AVEs are higher than the row and column values, confirming discriminant validity.
The second-order model was first evaluated by examining the correlations among the dimensions of 
the task and knowledge characteristics. Results showed that both of these characteristics were statisti-
cally significant at p < 0.05, with correlations of r = 0.524 and r = 0.287, respectively. The modest 
correlations of both characteristics suggested appropriate formative indicators. We assessed each path 
coefficient from first-order factors to second-order factors to check the convergent validity of second-
order factors. Figure 1 shows that each first-order factor was significantly related (p < 0.05) to its second-
order factor, except for the relationship between job complexity and knowledge characteristics 
which has a standardized path coefficient (0.096) lower than 0.10. The rest of the standardized path 
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Figure 1. Results of the Proposed Research Model
Source: Authors’ own findings.
coefficients ranged between 0.15 and 0.37, which were more than 0.10. Overall, however, second-order 
factors appeared appropriate for our proposed research model.
Structural Model
The path coefficients of the structural model displayed in Figure 1 and Table 2 represent standardized 
betas. The structural model showed that neither task characteristics (β = 0.153; p = 0.186) nor knowledge 
characteristics (β = –0.066; p = 0.583) predicted employee retention and thus, did not support the 
first objective of the study. However, both task characteristics (β = 0.524, p < 0.001) and knowledge 
characteristics (β = 0.287; p < 0.01) had significant relationships with work fulfilment. The path coeffi-
cient between work fulfilment and employee retention was significant as well (β = 0.454; p < 0.001). 
These results suggest the possible mediating role of work fulfilment in the proposed model.
We conducted a mediation analysis following Preacher and Hayes’ (2008) two-step procedure 
with bootstrapping. This procedure requires the direct effect of the independent variable on the depend-
ent variable to be statistically significant first before proceeding with an analysis of the independent 
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Table 2. Significance Testing Results of the Structural Model Path Coefficients
Path Path Coefficients t-Values p-Values
TC à ER 0.153 1.326 0.186
TC à WF 0.524 6.400 0.000
KC à ER −0.066 0.549 0.583
KC à WF 0.287 3.416 0.001
WF à ER 0.454 4.198 0.000
Source: Authors’ own findings.
Notes:  N = 153; TC = task characteristics, ER = employee retention, WF = work 
fulfilment and KC = knowledge characteristics.
Table 3. Mediation Analysis in Partial Least Squares-structural Equation Modelling
Procedure Path b Indirect Effect Std. Dev. Total Effect VAF t-Values
Step 1: Direct 
effect (without 
mediator)
TC à ER 0.47 — — — — 8.36***
Step 2: Indirect 
effect (with 
mediator
TC à ER 0.13 — — — — 1.18 (ns)
TC à WF 0.75 0.32 0.05 0.45 0.711 6.4***
WF à ER 0.43
Step 1: Direct 
effect (without 
mediator)
KC à ER 0.38 — — — — 6.45***
Step 2: Indirect 
effect (with 
mediator)
KC à ER 0.002 — — — — 4.44***
KC à WF 0.70 0.36 0.06 0.37 0.995 6.00***
WF à ER 0.52
Source: Authors’ own findings.
Notes: N = 153; ***p < 0.001; ns = non-significant.
variable’s indirect effect on the dependent variable (via the mediator) and associated t-values. Table 3 
displays the results of our mediation analysis. The direct effect of task characteristics (β = 0.47; p < 
0.001) and knowledge characteristics (β = 0.38; p < 0.001) on employee retention were found to be 
statistically significant, fulfilling the first step of the procedure. When work fulfilment (the mediator) 
was included in the model, the indirect effect of task characteristics (β = 0.32; t-value = 6.4; p < 0.001) 
and knowledge characteristics (β = 0.36; t-value = 6.0; p < 0.001) on employee retention were statistically 
significant as well. These results demonstrate the mediating effect of work fulfilment on the relationship 
between job characteristics (task and knowledge characteristics) and employee retention. The strength of 
the mediator was examined using the total effect and variance accounted for (VAF) value, which is 
calculated by dividing the sum of indirect effect value with the sum of total effect value. The results 
showed that 71.2 per cent of the effect of task characteristics on employee retention was attributed to 
work fulfilment as a mediator. However, the magnitude of the mediation is only a partial effect as the 
VAF value exceeded the 0.20 threshold level but is less than 0.80 (Hair, Ringle, & Sarstedt, 2013). 
On the other hand, 99.5 per cent of the effect of knowledge characteristics on employee retention was 
attributed to work fulfilment as a mediator and the magnitude of the mediation is considered a full effect. 
These results indicate work fulfilment to be a mediator and thus, achieved our second objective.
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The PLS-based multi-group analysis (PLS-MGA) of the non-parametric approach as suggested by 
Keil et al. (2000) was used to answer our third objective. Modified two-independent sample t-tests were 
used to compare the path coefficients across two groups of data while the standard deviations of the path 
coefficients were calculated using bootstrapping. As we explored for the categorical moderating effect 
of age on our research model, we also tested for heterogeneity to avoid drawing inaccurate conclusions 
(Becker, Rai, Ringle, & Völckner, 2013). The results in Table 4 show that none of the relationships tested 
had any significant differences. All path coefficients do not differ significantly as all p-values were more 
than 0.05. Hence, age was not reported to have a moderating effect as no significant difference between 
Later Gen Y and Earlier Gen Y was found.
Conclusion
The current study aimed to investigate the job characteristics–employee retention relationship as 
mediated by work fulfilment among Gen Y employees in Malaysia. Contrary to past literature, our find-
ings indicate that job characteristics, in terms of task and knowledge characteristics, alone do not affect 
employee retention among Gen Y employees. Work fulfilment was found to be a mediator in the job 
characteristics–employee retention relationship. In line with SDT, our findings highlight the importance 
of intrinsic motivation and internalized extrinsic motivation in the workplace. Our findings provide 
important empirical evidence for understanding the motivational basis for effective employee behaviour.
Our findings suggest that task and knowledge characteristics could make a positive impact on employee 
retention among Gen Y employees only if these characteristics lead to work fulfilment. These character-
istics are a form of job enrichment and hence, it can be implied that job enrichment is an important factor 
for Gen Y employees especially, if the type of job enrichment is aligned with the employees’ personal 
values. By establishing the mediating role of work fulfilment, our findings add on to the literature of 
industrial and organizational psychology in discussing the indirect effects of job characteristics on 
employee retention among Gen Y employees.
In terms of the moderating role of age, our findings did not identify any difference in results between 
Gen Y employees born earlier (between 1980 and 1989) and those born later (between 1990 and 1999). 
The mediated job characteristics–employee retention relationship among Gen Y employees was similar 
across all ages. Our findings, while contradictory to past literature, are in line with SDT. Regardless of 
Table 4. MGA Test: Path Coefficients and PLS-MGA Values for Later Gen Y and Earlier Gen Y
Path
Group 1: Later Gen Y Group 2: Earlier Gen Y Group 1 vs Group 2
p1 se [p(1)] p2 se [p(2)] *|p(1)–p(2)|
t-Value 
(p-value)
TC à ER 0.01 0.243 0.26 0.178 0.25 0.81 (0.79)
WF à ER 0.34 0.215 0.55 0.126 0.21 0.82 (0.79)
KC à ER 0.06 0.213 −0.01 0.164 0.07 0.59 (0.28)
TC à WF 0.45 0.097 0.58 0.139 0.13 0.79 (0.43)
KC à WF 0.40 0.101 0.20 0.137 0.20 1.23 (0.22)
Source: Authors’ own findings.
Notes:  p(1) refers to path coefficients of group 1; p(2) are path coefficients of group 2; se[p(1)] refers to standard error of p(1), 
se[p(2)] refers to standard error of p(2); *the results in absolute value.
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age differences, Gen Y employees experience work fulfilment if they perceive their work activities to be 
in alignment with their personal values. As such, these employees might be more likely to stay in the 
company and have reduced turnover intention.
Managerial Implications
Our findings revealed that job enrichment indirectly led to reduced turnover intention through work 
fulfilment among Gen Y employees in Malaysia. Given the cost associated with employee turnover and 
retention programmes, companies need to prioritize work fulfilment for Gen Y employees by creating 
job characteristics that align with the employees’ values or expectations. Most of the Gen Y employees 
from our study revealed a keenness to stay with a company if they find their job is enriching. Therefore, 
managers should communicate clearly the tasks, roles and responsibilities of the job to their employees 
to motivate them to stay in the company. A desirable place to work is a competitive edge over the other 
companies (Kashyap & Rangnekar, 2016). Companies can enhance the ‘right’ environment by making 
the ‘right’ choices regarding management practices that fit chosen strategies or values (Tiwari & Saxena, 
2012). According to Cappelli and Neumark (2001), HR practices enhance organizational performance 
while workplace climate and employee retention are clearly linked. Therefore, well-designed job 
characteristics that are coupled with values and interests that suit employees promote employee retention.
Limitations and Suggestions for Future Research
The major limitation of the study is that data collected was at a specific point in time through self-report 
measures. As such, respondent error and method bias could have occurred. As recommended by 
Podsakoff, MacKenzie, Lee and Podsakoff (2003), our survey was conducted anonymously to reduce 
method bias. Additionally, we employed the Harman one-factor test, and the analysis showed that for 
17 factors with eigenvalues over 1.0, the first factor explained only 40.5 per cent of the variance. As the 
first factor explained less than 50 per cent of the variance, method bias is not a major issue in this study.
The current study only focused on Gen Y employees in Malaysia and despite the country being a 
unique melting pot of various cultures and races, it might not be very representative of Asia. Future 
studies could extend our study by including samples from different similar Asian countries in order to 
generalize these findings. Furthermore, our findings imply that Gen Y employees have stronger inten-
tions to remain with a company if they experience work fulfilment. As work fulfilment was found to be 
a mediator of the job characteristics–employee retention relationship, future studies should examine 
other possible variables as mediators such as organizational culture, work climate and personality traits. 
We also recommend future studies to conduct qualitative research in order to comprehend better the 
reasons why Gen Y employees choose to leave or remain in a company.
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